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What Is The EEO Advisory Council? 

The Genera l  Accounting O f f i c e ' s  Equal o p r o v i d e  a medium f o r  employees t o  par- 
Employment Advisory Counci l  (EEOAC) h a s  19 t i c i p a t e  w i t h  management i n  EEO matters;  
members, i n c l u d i n g  

o 15 d i v i s i o n  and o f f i c e  r e p r e s e n t a t i v e s ,  c h a n n e l  f o r  employee a t t i t u d e s ,  a s p i -  

o a N a t i o n a l  F e d e r a t i o n  o f  F e d e r a l  Employ- t o  s u r f a c e  and b e  made known t o  manage- 

o improve communication by p r o v i d i n g  a 

r a t i o n s ,  and problems i n  EEO matters 

ees, GAO Lodge No. 1822, r e p r e s e n t a t i v e ,  ment;  

o a n  a d v i s o r  f o r  handicapped employees,  0 

o a l i a i s o n  from t h e  F i e l d  O p e r a t i o n s  
D i v i s i o n ,  and 

0 

o t h e  C h a i r ,  who i s  a n  a t - l a r g e  member. 

On September 23, 1971, t h e  Comptrol- 
l e r  Genera l  e s t a b l i s h e d  t h e  Counc i l  t o  
b r i d g e  t h e  communication gap  between 

of t h e  Counc i l  h a s  been t o  
management and employees.  The pu rpose  0 

comment on proposed changes t o  O f f i c e -  
wide p o l i c i e s  and p r a c t i c e s  which 
a f f e c t  t h e  t r e a t m e n t  of GAO employees;  

make recommendations t o  t h e  Compt ro l l e r  
Gene ra l  and t o p  l e v e l  management on 
o f f i c e  p o l i c i e s ,  p r a c t i c e s ,  and proce-  
d u r e s  as t h e y  a f f e c t  e q u a l  employment 
o p p o r t u n i t y ;  

h e l p  d e v e l o p  EEO a c t i o n  p l a n s  by pro- 
v i d i n g  s u b s t a n t i v e  and p r e c i s e  recom- 



mendat ions f o r  p lan  c o n t e n t ,  w i t h  a n  
o p p o r t u n i t y  f o r  comment on f i n a l  pro-  
p o s a l s  b e f o r e  s u b m i t t i n g  them t o  t h e  
Compt ro l l e r  Gene ra l .  

The Counc i l  r ev iews  a wide r ange  of 
p e r s o n n e l  i s s u e s  a f f e c t i n g  GAO employees.  
The 1980-1981 Counc i l  accomplished t h e  
f o l l o w i n g  : 

o We reviewed a t  least  50 new p e r s o n n e l  
r e g u l a t i o n s  and o r d e r s ,  p r o v i d i n g  
comments on such  r e g u l a t i o n s  as  d i s c r i m -  
i n a t i o n  compla in t  p r o c e d u r e s ,  e q u a l  
employment o p p o r t u n i t y ,  s p e c i a l  emphasis  
a d v i s o r y  g r o u p s ,  upward m o b i l i t y ,  and 
t a b l e  of  d i s c i p l i n a r y  o f f e n s e s  and 
p e n a l t i e s .  

o We worked w i t h  t h e  new P e r s o n n e l  Appeals  
Board. 

o We monitored Appeals Board member selec-  
t i o n s .  

o We had o u r  recommendations a c c e p t e d  on 
t h e  new Appeals Board S e l e c t i o n  P r o c e s s .  

o We p a r t i c i p a t e d  i n  r e v i s i o n  of  t h e  com- 
p e t i t i v e  s e l e c t i o n  p r o c e s s .  

o We commented on a d j u s t m e n t s  t o  t h e  pro-  
ject  teams approach.  

I n  a d d i t i o n  t o  t h e  above a c t i v i t i e s ,  
t h e  Counc i l  m e t  w i t h  t h e  C o m p t r o l l e r  
Gene ra l  on October  29, 1980. The a n n u a l  
meet ing h a s  p rov ided  t h e  Counc i l  w i t h  a 
forum t o  ra ise  t h e  most i m p o r t a n t  EEO 
i s s u e s  f a c i n g  GAO employees.  The remain- 
d e r  of t h i s  r e p o r t  d e t a i l s  o u r  p r e s e n t a -  
t i o n  t o  Mr. S t a a t s ,  h i s  F e b r u a r y  26 ,  1981, 
w r i t t e n  r e s p o n s e ,  and o u r  a s s e s s m e n t  of 
where GAO s t a n d s  as of  May 1981. 

We hope you w i l l  f i n d  t h i s  r e p o r t  
i n f o r m a t i v e  and i n t e r e s t i n g .  I f  you 
have any q u e s t i o n s  a b o u t  i t ,  p l e a s e  
c o n t a c t  your EEO (now C i v i l  R i g h t s )  
Advisory Counc i l  r e p r e s e n t a t i v e .  
Should you have any  i d e a s  on how h i r i n g ,  

c a r e e r  development ,  t r a i n i n g ,  performance 
a p p r a i s a l s ,  promotions,  d i s c r i m i n a t i o n  
c o m p l a i n t s ,  and o t h e r  p e r s o n n e l  p o l i c i e s  
and p r a c t i c e s  can  bet ter  c o n t r i b u t e  t o  
e q u a l  o p p o r t u n i t y  f o r  a l l  employees,  
p l e a s e  l e t  us  know. The Counci l  w i l l  
h e l p  you make your views known t o  t o p  
management. 

Your EEO Advisory Counc i l  
Tyrone Mason, Chairman 

3 



Summary 

Train ing  Needs of Newly Hired Support 
S t a f f  Should Be I d e n t i f i e d  and S a t i s f i e d  

The Council  found t h a t  52 percent  of 
t h e  newly h i r e d  suppor t  s t a f f  ( h i r e d  
dur ing  f i s c a l  year  1980) had never  re- 
ce ived  a n  o r i e n t a t i o n  course .  Of those  
who had, 44 percent  rece ived  i t  more 
than  1 morrth a f t e r  j o in ing  GAO. With 
t h e  except ion  of o r i e n t a t i o n ,  59 percent  
of t h e  newly h i r e d  suppor t  s t a f f  d i d  no t  
r e c e i v e  any i n t e r n a l  t r a i n i n g  courses .  

Personnel  responded t o  our  f i n d i n g s  
and r ev i sed  i t s  o r i e n t a t i o n  program. I t  
d i d  n o t ,  however, a d v i s e  us about  i t s  p l a n  
f o r  making o t h e r  i n t e r n a l  t r a i n i n g  c o u r s e s  
a v a i l a b l e  t o  newly h i r e d  suppor t  s t a f f .  

The Council  Is Concerned about  t h e  Future  
of t h e  Upward Mobi l i ty  Program 

Competit ive S e l e c t i o n  System and t h e  
Pronress  of Minor i t i e s  and Women 

Minor i t i e s  and women t o g e t h e r  have 
annua l ly  increased  t h e i r  percentage of  
t o t a l  s e l e c t i o n s  f o r  GS-13/14/15 vacan- 
c i e s .  In  1979-80, however, minor i ty  
s e l e c t i o n s  dropped s l i g h t l y ,  whi le  wh i t e  
women s e l e c t i o n s  cont inued t o  gain.  

M i n o r i t i e s  and Women A r e  S t i l l  UnderreDre- 
sen ted  a t  GAO's  Higher Grade Levels  

The most progress  made by m i n o r i t i e s  
and women i n  becoming more represented  in 
GAO has occurred i n  t h e  GS-7 through GS-12 
range. A t  t h e  GS-13 and h ighe r  grade  
l e v e l s ,  p rogress  has been l i m i t e d .  

Management responded t o  t h e  s ta t is-  
t i c s  by s t a t i n g ,  "Recognizing t h a t  G A O ' s  

As of J u l y  1980, CED and HRD each e n t r y - l e v e l  a f f i r m a t i v e  r ec ru i tmen t  pro- 
had four  Upward Mobi l i ty  p o s i t i o n s .  gram d id  not  begin t o  produce s i g n i f i c a n t  
d i v i s i o n s  and o f f i c e s  were making l i t t l e  1974-75, we not ex- 

pect  t h e  f u l l  impact  of t h i s  e f f o r t  t o  o r  no commitment. PAD, EMD, GGD,  I D ,  
r e g i s t e r  on our  compet i t ive  grades  u n t i l  GS&C, OGC, and t h e  Dallas, Los Angeles,  
t h e  1982-87 period." and S e a t t l e  r e g i o n a l  o f f i c e s  had no 

Upward Mobi l i ty  p o s i t i o n s .  The C G n c i l  
recommended new l e a d e r s h i p  t o  s t r e n g t h e n  
t h e  program and i n c r e a s e  and broaden t h e  
number of o p p o r t u n i t i e s .  

Other 

Management d i d  no t  agree .  It  con- 
s i d e r s  SES managers' performance appraisal  
c o n t r a c t s  adequate  f o r  ho ld ing  d i v i s i o n s  
and o f f i c e s  accountable  f o r  suppor t ing  EEO 
programs such as Upward Mobil i ty .  
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GAO Needs Better A f f i r m a t i v e  Ac t ion  
Plann i n i  

The Counci l  recommended t h r e e  ways t o  
improve GAO a f f i r m a t i v e  a c t i o n  p l a n n i n g :  

o Ob ta in  more involvement  by t h e  EEOAC a t  
t h e  f r o n t  end of  p l a n  development.  

o C i t e  more s p e c i f i c s  i n  terms o f  a c t i o n s  
t o  be  t aken .  

o Unify s h o r t -  and long-term g o a l s  f o r  re- 
duc ing  u n d e r r e p r e s e n t a t i o n  i n  t h e  work 
f o r c e .  

Management i s  t a k i n g  v a r i o u s  s t e p s  
i n  t h e  r i g h t  d i r e c t i o n  t o  improve GAO's 
a f f i r m a t i v e  a c t i o n  p l ann ing .  The Counc i l  
w i l l  c o n t i n u e  t o  mon i to r  t h e  development 
of  u n i f i e d  g o a l s  and plans.  

GAO Employees Are Not Receiving Perform- 
a n c e  and Career Development Counse l ing  

The Counc i l  recommended t h a t  d i v i -  
s i o n s  and o f f i c e s  mon i to r  t h e  t y p e  and 
f r equency  of  performance and career 
development c o u n s e l i n g  p rov ided  t o  t h e i r  
employees. Management responded t h a t  
EARS w i l l  r e q u i r e  s u p e r v i s o r s  t o  be 
r a t e d  on how w e l l  t h e y  perform appra isa l  
r e s p o n s i b i l i t i e s .  Also, SES performance 
agreements  r e q u i r e  s u p p o r t  of  performance 
a p  pra i sa l  and Ind i v  i d u a  1 Development 
Plans.  

The Counci l  recommended f o r  t h e  
second c o n s e c u t i v e  y e a r  t h a t  GAO deve lop  
e x p l i c i t  g u i d e l i n e s  on s t a f f  r a n k i n g s  s o  
t h a t  employees can f i n d  o u t  what t h e y  
have t o  do t o  improve t h e i r  r a n k i n g s  and 
chances  f o r  promotion. Without such 
c r i t e r i a ,  d i s c r i m i n a t o r y  practices a re  
much more l i k e l y  t o  o c c u r .  Management 
r e c e n t l y  t o o k  a s t e p  i n  t h e  r i g h t  d i r e c -  
t i o n  by amending t h e  Compe t i t i ve  Se lec -  
t i o n  Form 503 t o  document c o u n s e l i n g  of 
a p p l i c a n t s .  It s t i l l  h a s  n o t ,  however, 
deve loped  t h e  n e c e s s a r y  c r i t e r i a  t o  g u i d e  
t h i s  c o u n s e l i n g .  

GAO Should Continue t h e  Practice of  I n v i t -  _ _ _ _  - _ ~ _ ~  . 

i n g  M i n o r i t i e s  and Women To Se rve  as  
Compt ro l l e r  G e n e r a l ' s  Luncheon Speake r s  
and Ex pert P a n e l i s t s  

The Counci l  reviewed t h e  l i s t s  of 
s p e a k e r s  and p a n e l i s t s  and found t h a t  
t h e  O f f i c e  h a s  had good s u c c e s s  i n  o b t a i n -  
i n g  m i n o r i t i e s  and women. We encouraged 
management t o  c o n t i n u e  t h i s  p r a c t i c e .  
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Training Needs of Newly Hired Support Staff 
Should Be Identified And Satisfied 

A D V I S O R Y  C O U N C I L '  S STATEMENT 

The s u p p o r t  s t a f f  1/ p l a y s  a n  impor- 
t a n t  r o l e  i n  h e l p i n g  GAZ accompl i sh  i t s  
mis s ion  i n  a t i m e l y  and e f f i c i e n t  manner. 
Because of t h e s e  i m p o r t a n t  r e s p o n s i b i l i -  
t i e s ,  Pe r sonne l  h a s  developed a t r a i n i n g  
program of i n t e r n a l  c o u r s e s  f o r  s u p p o r t  
s t a f f e r s .  

We app laud  t h e  c o n c e r n  and e f f o r t  
devo ted  t o  t h i s  program. However, i n  
g e n e r a l ,  t h e  Counci l  found t h a t  t h e  
newly h i r e d  s u p p o r t  s t a f f  h a s  n o t  been 
t a k i n g  t h e  c o u r s e s .  

To ass is t  t h e  C o u n c i l ' s  a n a l y s i s  of 
s u p p o r t  s t a f f  t r a i n i n g  n e e d s ,  P e r s o n n e l  
p rov ided  a compute r i zed  l i s t i n g  o f  s u p p o r t  
s t a f f  h i r e d  d u r i n g  f i s c a l  y e a r  1980. Of 
t h e  177 i n d i v i d u a l s  who appea red  on  t h e  

3. Some s u p p o r t  s t a f f  were unaware o f  t h e  
t r a i n i n g  c o u r s e s  be ing  o f f e r e d .  

4 .  Some s u p p o r t  s t a f f  f e l t  t h a t  t h e i r  
workload p reven ted  them from a t t e n d i n g  
t r a i n i n g  c o u r s e s .  

5. Some s u p p o r t  s t a f f  informed t h e  Coun- 
c i l  t h a t  t h e i r  s u p e r v i s o r s  f e l t  t h e y  
d i d  n o t  need t r a i n i n g .  

The Counci l  b e l i e v e s  t h a t  i t  i s  i m -  
p o r t a n t  t o  i d e n t i f y  and s a t i s f y  suppor t  
s t a f f  t r a i n i n g  needs.  T h e r e f o r e ,  t h e  
Counci l  recommends t h a t  d i v i s i o n l o f f i c e  
r e s o u r c e  managers (1)  assess t h e  t r a i n i n g  
and deve lopmen ta l  needs of  t h e i r  newly 
h i r e d  s u p p o r t  s t a f f  and ( 2 )  s c h e d u l e  
them i n  t h e  a p p r o p r i a t e  i n t e r n a l  t r a i n i n g  
c o u r s e s .  

l i s t i n g ,  t h e  Counc i l  was a b l e  t o  c o n t a c t  
127 of  them. The Counci l  found t h a t  52 COMPTROLLER GENERAL' S REPLY 
p e r c e n t  of t h e  newly h i r e d  s u p p o r t  s t a f f  
i n t e r v i e w e d  had n e v e r  r e c e i v e d  a n  o r i e n t a -  
t i o n .  Fu r the rmore ,  of t h o s e  who had 
o r i e n t a t i o n ,  4 4  p e r c e n t  r e c e i v e d  i t  more 

The EEO Advisory Counc i l  i d e n t i f i e d  
two d e f i c i e n c i e s  i n  t h e  t r a i n i n g  of  newly 
h i r e d  s u p p o r t  s t a f f :  

t h a n  1 month a f t e r  j o i n i n g  GAO. Newly 
h i r e d  s u p p o r t  s t a f f  were u n a b l e  t o  p r o v i d e  
t h e  Counc i l  w i t h  r e a s o n s  why t h e y  had n o t  
r e c e i v e d  a n  o r i e n t a t i o n .  

1. Most e i t h e r  d i d  n o t  r e c e i v e  a n  o r i e n -  
t a t i o n  o r  r e c e i v e d  i t  o v e r  a month 
a f t e r  r e p o r t i n g  f o r  du ty .  

2. More t h a n  h a l f  r e c e i v e d  no o t h e r  i n -  The Counci l  a l s o  found t h a t  w i t h  t h e  
t e r n a l  s u p p o r t  s t a f f  t r a i n i n g .  e x c e p t i o n  of  o r i e n t a t i o n ,  59 p e r c e n t  of  

t h e  newly h i r e d  s u p p o r t  s t a f f  d i d  n o t  
r e c e i v e  any i n t e r n a l  s u p p o r t  s t a f f  t r a i n -  
i n g .  Many s u p p o r t  s t a f f e r s  d i d  n o t  know 
why t h e y  had n e v e r  r e c e i v e d  t h e s e  c o u r s e s .  
Other newly h i r e d  s u p p o r t  s t a f f  gave  
v a r i o u s  r e a s o n s  why t h e y  had n o t  r e c e i v e d  
t r a i n i n g .  These i n c l u d e :  

1. Many s u p p o r t  s t a f f e r s  d i d  n o t  know why 

The more c r i t i c a l  of  t h e s e  needs i s  
t h e  l a c k  of a t i m e l y  o r i e n t a t i o n  s i n c e  
t h i s  increases t h e  time n e c e s s a r y  € o r  
new s u p p o r t  s t a f f  t o  b e g i n  working e f f e c -  
t i v e l y .  

A l l  of  GAO's o r i e n t a t i o n  programs a re  
b e i n g  r e v i s e d  so t h a t  new employees 
r e c e i v e  o r i e n t a t i o n  d u r i n g  t h e i r  f i r s t  2 

been made f o r  p r o f e s s i o n a l  employees 
beg inn ing  i n  October 1980. 
s t a f f  o r i e n t a t i o n  i s  now be ing  r e v i s e d  
and t e s t e d  and is  expec ted  t o  be o f f e r e d  

they had never received these courses* days  on t h e  job. 

f e l t  t h e y  were i n e l i g i b l e  f o r  i n t e r n a l  
t r a i n i n g .  

T h i s  change h a s  a l r e a d y  

2 .  Part-time and temporary s u p p o r t  s t a f f  
The s u p p o r t  

6 - l / S u p p o r t  s t a f f  i n c l u d e s  c l e r k / t y p i s t ,  secre ta r ia l ,  and o t h e r  c l e r i ca l  p o s i t i o n s .  



on t h e  f i r s t  Monday and Tuesday of each  
pay p e r i o d  beg inn ing  i n  l a t e  Februa ry ,  
1981. 

ADVISORY COUNCIL' S CONCLUSION 

The Counc i l  s u p p o r t s  t h e  r e v i s e d  
o r i e n t a t i o n  program o f f e r e d  t o  newly 
h i r e d  s u p p o r t  s t a f f  by t h e  T r a i n i n g  
Branch of t h e  O f f i c e  of  O r g a n i z a t i o n  and 
Human Development. We b e l i e v e  t h a t  t h e  
program w i l l  enhance t h e  e f f e c t i v e n e s s  of 
new employees. 

Regarding o u r  recommendation t h a t  
d i v i s i o n / o f f i c e  r e s o u r c e  managers i d e n t i f y  
and s a t i s f y  newly h i r e d  s u p p o r t  s t a f f  
t r a i n i n g  n e e d s ,  t h e  Compt ro l l e r  Gene ra l  
p rov ided  u s  w i t h  a d r a f t  l e t t e r  o u t l i n i n g  
t h e  O f f i c e ' s  p l a n s  on t h i s  matter. The 
T r a i n i n g  Branch a d v i s e d  us, however,  
t h a t  t h e  let ter was n e v e r  f o r m a l l y  s e n t  
t o  t h e  Counc i l  because  of  e r r o n e o u s  
i n f o r m a t i o n  on t h e  o r i e n t a t i o n  program 
f o r  newly h i r e d  s u p p o r t  s t a f f .  A c o r r e c -  
t e d  l e t t e r  h a s  neve r  been s e n t  t o  t h e  
Counc i l  f o r  comment. 

( 6  The Council found that 52 percent of the newly 
hired support staff interviewed had never received an 
orientation. Furthermore, of those who had orienta- 
tion, 44 percent received it more than l month after 
joining GAO. Newly hired support staff were unable 
to provide the Council with reasons why they had 
not received an orientation. 

The Council also found that with the exception 
of orientation, 5 9  percent of the newly hired support 
staff did not receive any internal support staff train- 
ing. The newly hired support staffgave various reasons 
why they had not received training. These include: 

I .  Many support staffers did not know why they had 
never received these courses. 

2. Part-time and temporary support staff felt they 
were ineligible for internal training. 

4. Some support staff felt that their workload pre- 
vented them from attending training courses. 

5 .  Some support s ta f f  informed the Council that 
their supervisors feIt they did not need training. 

The Council believes that it is important to iden- 
tify and satisfy support staff training needs. There- 
fore, the Council recommends that divisionlo ffice 
resource managers ( I  ) assess the training and develop- 
mental needs of their newly hired support s taf f  and 
( 2 )  schedule them in the appropriate internal training 
courses. 

Comptroller General's Reply 

The EEO Advisory Council identified two defi- 
ciencies in the training o f  newly hired support staff: 

1. Most either did not receive an orientation or re- 
ceived it over a month after reporting for duty. 

2. More than half received no other internal support 
staff training. 

The more critical of these needs is the lack o f  a 
timely orientation since this increases the time neces- 
sary for the new support staff to begin working ef- 
fectively. 

All of GAOS orientation programs are being re- 
vised so that new employees receive orientation dur- 
ing their first 2 days on the job. This change has 
already been made for professional employees begin- 
ning in October 1980. The support staff orientation is 
now being revised and tested and is expected to be 
offered on the first Monday and Tuesday of each pay 
period beginning in late February, I9Pi .  

3. Some support staff were unaware of the training 
courses being offered. 7 



Advisory Council’s Conclusion Regarding our recommendation that division/ 
office resource managers identify and satisfy newly 
hired support S t a f f  traitling needs, the Conlptroller 
General provided US with a draft letter outlining the 
Office’s plans on this matter. The Training Branch 
advised US, however, that the letter was mver for- 
mally sent to the Council because o f  erroneous iiifor- 
mation on the orientation program for newly hired 
support staff: A corrected letter has never been sent 
to the Council for comment. 99 

The Council supports the revised orientation pro- 
gram offered to newly hired support staff by the 
Training Branch of the office of  Organization and 
Human Development. We  believe that the program 
will enhance the effectiveness o f  new employees. 

8 



The Council Is Concerned About The Future 
Of The IJpward Mobility Program 

AD5’ISOIIY C O U N C I L ’ S  STATEMENT 

Reviewing t h e  s t a t u s  o f  Upward 
F t o b i l i z y ,  t h e  C o u n c i l  found t h a t  mos t  
h e a d q u a r t e r s  d i v i s i o n s  and  m a j o r  o f f i c e s  
were making l i t t l e  o r  no commitment t o  
t h e  program. O f  t h e  31 p e r s o n s  c u r r e n t l y  
i n  Upward M o b i l i t y ,  o n l y  15 a r e  i n  head-  
q u a r t e r s .  E i g h t  of  t h o s e  1 5  are  e q u a l l y  
d i v i d e d  among CED and HRD,  t h e  h e a d q u a r -  
t e r s  u n i t s  most commit ted  t o  o f f e r i n g  
o p p o r t u r i t i e s .  The r e m a i n i n g  s e v e n  
p e r s o n s  are i n  L C D ,  PSAD, FPCD, FGMS, a n d  
P e r s o n n e l .  Four  o p e r a t i n g  d i v i s i o n s ,  
GS&C, and  G e n e r a l  Counse l  have  no Upward 
Y o b i l i t y  p a r t i c i p a n t s .  The breakdown by 
d i v i s i o n ,  o f f i c e  and  r e g i o n  f o l l o w s :  

Under t h e  c u r r e n t  d e c e n t r a l i z e d  ap-  
p r o a c h ,  P e r s o n n e l  c a n n o t  remedy t h e  l a c k  
of o p p o r t u n i t y  in many o r g a n i z a t i o n a l  
u n i t s  b e c a u s e  t h e  d i v i s i o n s  a n d  o f f i c e s  
a re  r e s p o n s i b l e  f o r  t h e  Upward M o b i l i t y  
Program. The C o u n c i l  b e l i e v e s  t h e  program 
c a n  o n l y  b e  s t r e n g t h e n e d  by c e n t r a l i z i n g  
r e s p o n s i b i l i t y  f o r  managing a n d  p romot ing  
i t .  T h e r e f o r e ,  t h e  C o u n c i l  recommends 
t h a t  t h e  O f f i c e  c e n t r a l i z e  i n  P e r s o n n e l  
r e s p o n s i b i l i t y  f o r  managing t h e  Upward 
M o b i l i t y  Program. 

66Reviewing the status of Upward Mobility, the 
Council found that most headquarters divisions and 
major offices were making little or no commitment to 
the program. Of the 31 persons currently in Upward 
Mobility, only 15 are in headquarters. Eight of those 
15 are equally divided among CED and HRD, the 
hearquarters units most committed to offering oppor- 
tunities. The remaining seven persons are in LCD, 
PSAD. FPCD, FGMS, and Personnel. Four operating 
divisions, GS&C, and General Counsel have no Up- 
ward Mobility participants. The breakdown by divi- 
sion, office and region follows: 9 )  

U P W A R D  M O B I L I T Y  PARTICIPANTS ( J u l y  1 9 8 0 )  

No. o f  C u r r e n t  R e g i o n a l  No. o f  C u r r e n t  
D i v i s i o n / O f f i c e  P a r t i c i p a n t s  O f f  i c e  P a r t i c i p a n t s  

C E D  
H K D  
L C D  
PSAD 
P e r s o n n e l  
F P C D  
FGPISD 
P A D  
E EID 
G G D  
I D  
GS&C 
O G C  

4 
4 

2 
1 
1 
1 
0 
0 
0 
0 
0 
0 

3 
i 

S o u r c e :  C i v i l  R i g h t s  O f f i c e  

D e t r o i t  
W a s h i n g t o n  
B o s t o n  
C h i c a g o  
A t l a n t a  
C i n c i n n a t i  
D e n v e r  
K a n s a s  C i t y  
€ J e w  Y o r k  
N o r f o l k  
P h i l a d e l p h i a  
S a n  F r a n c i s c o  
D a l l a s  
L o s  A n g e l e s  
S e a t t l e  

2 
2 
2 
2 
1 
1 
1 
1 
1 
1 
1 
1 
0 
0 
0 

9 



COMPTROLLER GENERAL' S REPLY 

I t  i s  o u r  view t h a t  f o r  t h e  most e f -  
f e c t i v e  u s e  of s t a f f  r e s o u r c e s ,  managers 
shou ld  be bo th  a c c o u n t a b l e  and r e s p o n s i b l e  
f o r  p rope r  u t i l i z a t i o n  of t h e i r  r e s o u r c e s .  
For t h i s  r e a s o n  w e  b e l i e v e  t h e  Upward 
M o b i l i t y  Program, as w e l l  a s  o t h e r  s t a f f  
development programs, shou ld  c o n t i n u e  as a 
r e s p o n s i b i l i t y  e x e r c i s e d  by t h e  d i v i s i o n s  
and o f f i c e s .  Under t h e  C i v i l  S e r v i c e  
Reform Act's p r o v i s i o n  e s t a b l i s h i n g  a 
Sen io r  E x e c u t i v e  S e r v i c e ,  managers a t  GAO,  
l i k e  o t h e r  a g e n c i e s ,  are r e q u i r e d  t o  meet 
i n d i v i d u a l  performance s t a n d a r d s .  Accord- 
i n g l y ,  G A O ' s  managers have  i n d i v i d u a l  
performance a p p r a i s a l  ag reemen t s  s e t t i n g  
f o r t h  o b j e c t i v e s  which must be s u b s t a n -  
t i a l l y  met--Equal O p p o r t u n i t y / A f f i r m a t i v e  
Ac t ion  be ing  one of t h e  major  o b j e c t i v e s .  
Hence, i t  is  i m p o r t a n t  t h a t  managers have 
t h e  f l e x i b i l i t y  i n  t h e i r  o p e r a t i o n s  so  
t h a t  t h e y  c a n  e f f e c t i v e l y ,  e f f i c i e n t l y ,  
and economica l ly  meet a l l  t h e  o b j e c t i v e s  
w i t h  which t h e y  are  charged.  
d e c e n t r a l i z e d  approach  t o  t h e  Upward 
M o b i l i t y  Program w i l l  i n  no way d e t r a c t  
from o u r  commitment t o  meet o u r  a g e n c y ' s  
A f f i r m a t i v e  Ac t ion  g o a l s .  Although t h e  
d i v i s i o n s ,  o f f i c e s ,  and r e g i o n s  w i l l  be 
r e s p o n s i b l e  f o r  managing t h e  Upward Mobi- 
l i t y  Program f o r  t h e i r  s p e c i f i c  a reas ,  

Having a 

P e r s o n n e l  h a s  a s s i g n e d  r e s p o n s i b i l i t y  t o  
t h e  S ta f  f l n g  P o l i c y  and Recrui tment  
Branch t o  mon i to r  program resu l t s  co 
assure  t h a t  w e  a r e  conforming w i t h  t h e  
i n t e n t  of t h e  program. 

ADVISORY C O U N C I L ' S  CONCLUSION 

Even though SES managers c a n  be h e l d  
a c c o u n t a b l e  f o r  Upward M o b i l i t y  th rough  
t h e i r  performance a p p r a i s a l  c o n t r a c t s ,  t h e  
Counci l  s t i l l  b e l i e v e s  t h a t  new l e a d e r s h i p  
i s  needed t o  s u p p o r t  t h e  Upward M o b i l i t y  
Program. As  a p r a c t i c a l  mat ter ,  t h e  
Counci l  q u e s t i o n s  t h e  e f f e c t i v e n e s s  of 
such  SES c o n t r a c t s  i n  s u p p o r t i n g  human 
development g o a l s .  We doubt  t h a t  d i v i s i o n  
and o f f i c e  managers i n  PAD, EMD, G G D ,  I D ,  
GS&C, and OGC and t h e  Dallas, Los Angeles ,  
and S e a t t l e  r e g i o n s  had t o  e x p l a i n  t o  any- 
one why t h e i r  o r g a n i z a t i o n s  had no Upward 
M o b i l i t y  p a r t i c i p a n t s .  
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Competitive Selection System And The Progress 
Of Minorities And Women 

ADVISORY COUNCIL'S STATEMENT E f f e c t i v e n e s s  of  t h e  50-Percent S e l e c t i o n  

How M i n o r i t i e s  and Women Have Fared Under 
Compe t i t, i v  e S e l e c t  i o n  

The Counci l  examined 4 y e a r s  of  com- 
p e t i t i v e  s e l e c t i o n  sys t em r e s u l t s .  We 
found t h a t  m i n o r i t i e s  and women t o g e t h e r  
have a n n u a l l y  i n c r e a s e d  t h e i r  p e r c e n t a g e  
of t o t a l  s e l e c t i o n s  f o r  GS-13/14/15 
v a c a n c i e s .  ( S e e  Tab le  1.) However, t h e  
i n c r e a s e  from 1979 t o  1980 i s  s o l e l y  
a t t r i b u t a b l e  t o  g a i n s  made by w h i t e  
women. There h a s  a c t u a l l y  been a s l i g h t  
d r o p  i n  t h e  p e r c e n t a g e  s e l e c t i o n s  of m i -  
n o r i t y  women and m i n o r i t y  men. ( S e e  
Tab le  2.) 

The Compt ro l l e r  G e n e r a l ' s  A p r i l  1,  
1980, memorandum--Restrictions on H i r i n g  
f o r  FY 1980- -e s t ab l i shed  a 50-percent 
s e l e c t i o n  g o a l  f o r  m i n o r i t i e s  and women 
f o r  GS-13 through GS-15 v a c a n c i e s .  
Recent s e l e c t i o n  s t a t i s t i c s  ( A p r i l  18 
th rough  September 30) show t h a t  29 p e r c e n t  
of t o t a l  s e l e c t i o n s  were m i n o r i t i e s  and 
women. ( S e e  Table  3.)  T h i s  i s  7.6 per- 
c e n t a g e  p o i n t s  h i g h e r  t h a n  t h e  1979 
f i g u r e  o f  21.4 p e r c e n t  c i t e d  i n  T a b l e  1. 
Most of t h e  i n c r e a s e  i s  p robab ly  a t t r i b u -  
t a b l e  t o  t h e  50-percent s e l e c t i o n  g o a l .  

T A B L E  1 

Year 

1 9 7 7  
1 9 7 8  
1 9 7 9  
1 9 8 0  ( t h r o u g . .  8 -3  - 8 0 )  

M i n o r i t i e s  a n d  Women a s  P e r c e n t a g e  
o f  T o t a l  S e l e c t i o n s  ( G S - 1 3 / 1 4 / 1 5 )  

S o u r c e :  Data  s u p p l i e d  b y  P e r s o n n e l .  

8 . 9  
1 5 . 2  
2 1 . 4  
2 2 . 4  

Year 

T A B L E  2 

P e r c e n t a g e  o f  T o t a l  S e l e c t i o n s  ( G S - 1 3 / 1 4 / 1 5 )  

N i n o r  i t y  M i n o r i t y  W h i t e  W h i t e  
Women Men Women Men T o t a l  

1 9 7 7  0 . 0  0 . 0  8 . 9  9 1 . 1  1 0 0  
1 9 7 8  1 . 2  4 . 8  9 . 2  8 4 . 8  1 0 0  
1 9 7 9  3 . 2  5 .6  1 2 . 6  78 .  6 1 0 0  
1 9 8 0  ( t h r o u g h  3 . 0  5 . 4  1 4 . 0  7 7 . 6  1 0 0  

8 - 3  1 - 8 0 )  

S o u r c e :  Da ta  s u p p l i e d  b y  C i v i l  R i g h t s  O f f i c e .  
1 1  



Unfortunately,  t h e s e  s ta t i s t ics  pro- 
vided by Personnel do not  break down t h e  
t o t a l  number of p o s i t i o n s  f i l l e d  by 
minor i ty  women, minor i ty  men, and white  
women. It may be t h a t  most of t h e  pro- 
g r e s s  under t h e  50-percent goa l  has been 
i n  white  women s e l e c t i o n s ,  s i n c e  t h e  
1980 s ta t i s t ics  in Table 2 showed d e c l i n e s  
i n  minor i ty  s e l e c t i o n s .  The Council  (See Table I.) 99 

HOWMinOrities and W 0 n ~ n  Have Fared 
Under Competitive Selection 

66 The Council examined 4 years of competitive 
SeleCth System results. we found that minorities and 
women together have annually increased their per- 
centage of total selections for GS-13/14/15 vacancies. 

T A B L E  3 

G S - 1 3 / 1 4 / 1 5  1 9 8 0  S e l e c t i o n s  

Number o f  
A p p l i c a n t s  S e l e c t e d  P e r c e n t a g e  o f  V a c a n c i e s  

M / W  O t h e r s  T o t a l  F i l l e d  by M i n o r i t l e s / W o m e n  - P e r i o d  

4 /  1 8 -  6 /  1 3  1 5  4 5  6 0  
6 /  1 6 - 6 1  2 7 9 1 4  2 3  
6 1 2 8 - 7 /  1 1  0 2 2 
7/ 1 2 -  7 / 2 5  1 3 4 
8 / 1  - 8 / 3 1  1 1 0  11  

1 2  9 / 1  -9/30 - 6 - 6 - 

25 
3 9  

0 
2 4  

9 
50  - 

T o t a l  3 2  8 0  1 1 2  2 9  

S o u r c e :  Data s u p p l i e d  by P e r s o n n e l .  

be l i eves  t h a t  f o r  monitor ing s e l e c t i o n s  
under the  SO-percent g o a l ,  t h e  Of f i ce  
would g e t  a b e t t e r  reading of t h e  g o a l ' s  
e f f e c t i v e n e s s  by not  lumping m i n o r i t i e s  
and women toge the r .  

The Council suppor ts  t h e  concept  of 
t h e  50-percent s e l e c t i o n  goa l .  S e l e c t i o n s  
made s i n c e  t h e  es tab l i shment  of t h e  g o a l  
i n d i c a t e  t h a t  f u l l e r  c o n s i d e r a t i o n  i s  
being g iven  m i n o r i t i e s  and women. The 
Council ,  t h e r e f o r e ,  recommends a cont inu-  
a t i o n  of t h e  concept of t h e  50-percent 
s e l e c t i o n  goa l  f o r  m i n o r i t i e s  and women 
t o  a s s u r e  cont inued improvement i n  re- 
ducing under representa t ion .  

We recognize  t h a t  t h e  50-percent g o a l  
has  been c r i t i c i z e d ,  but  w e  b e l i e v e  t h a t  
any special  emphasis t o  reduce underrepre-  12 

s e n t a t i o n  of m i n o r i t i e s  and women w i l l  
cause some resentment.  White males will 
never aga in  be a b l e  t o  have promotions 
en t  i r e l y  t h e i r s .  

The d e c i s i o n  is, "Should GAO have a 
short- term s e l e c t i o n  ra te  g o a l ,  such as 
t h e  50-percent g o a l ,  o r  no t?"  The Council 
b e l i e v e s  t h e  goa l  has  paid d iv idends  and 
should be cont inued t o  a s s u r e  cont inued 
improvement I n  reducing underrepresenta-  
t ion.  

COMPTROLLER GENERAL'S REPLY 

Since 1978,  Federal  agencies  have 
been requi red  t o  e v a l u a t e  t h e i r  promotion 
systems accord ing  t o  t h e  Uniform Guide-  
l i n e s  on Employee S e l e c t i o n  Procedures 
( P a r t  1607, 29 CFR). They provide p r i n -  



c i p l e s  and guidance f o r  a s s u r i n g  t h a t  
s e l e c t i o n  procedures  do no t  d i s c r i m i n a t e  
a g a i n s t  groups on t h e  b a s i s  of race, 
c o l o r ,  n a t i o n a l  o r i g i n  o r  sex. The funda- 
mental p r i n c i p l e  under ly ing  t h e  guide-  
l i n e s  i s  t h a t  p o l i c i e s  o r  p r a c t i c e s  which 
have a n  adverse  impact on employment op- 
p o r t u n i t i e s  of any group v i o l a t e  T i t l e  
VI1 of t h e  1964 C i v i l  Rights  Act, as  
amended, un le s s  j u s t i f i e d  by bus iness  
necess i ty .  A s e l e c t i o n  procedure which 
has  no adve r se  impact g e n e r a l l y  does  no t  
v i o l a t e  T i t l e  VII. 

examinat ion f o r  adverse  impact occurs  a t  
each s t e p  of t h e  s e l e c t i o n  p rocess ,  t h e  
c o u r t s  and EEO enforcement agenc ie s  
g e n e r a l l y  hold t h a t  when t h e  "bottom 
l i n e , "  i .e. ,  s e l e c t i o n ,  shows no o v e r a l l  
adverse  i m p a c t ,  t h e r e  i s  no v i o l a t i o n  o f  
T i t l e  VII, r e g a r d l e s s  of t h e  impact of  a 
p a r t i c u l a r  component of t h e  process .  

A Uniform Guidel ines  a n a l y s i s  of t h e  
Competit ive S e l e c t i o n  System f o r  t he  
per iod 1977-80 is presented a t  T a b l e  I. 
The bottom l i n e  ( s e l e c t i o n )  r a t i o  f o r  
w h i t e s  i s  12.1 percent .  The ra te  f o r  
m i n o r i t i e s  i s  9.8 percent .  Applying t h e  
4 /5 ths  r u l e ,  t h e  d i f f e r e n c e  i n  ra tes  i s  
w i t h i n  t h e  e q u i t y  range.  

The g u i d e l i n e s  adopt  a " r u l e  of 
thumb" as a p r a c t i c a l  means of de te rmining  
adverse  impact. X t  is  known as t h e  
"4 /5 ths"  o r  "80 percent"  r u l e .  To d e t e r -  
mine whether a s e l e c t i o n  p rocess  conforms 
wi th  t h e  4 /5 ths  r u l e ,  a comparison i s  made 
of s e l e c t i o n  rates f o r  d i f f e r e n t  groups.  
A s e l e c t i o n  ra te  f o r  any group which i s  
less than  80 percent  of t h e  rate f o r  t h e  
group wi th  t h e  h i g h e s t  r a t e  i s  regarded 
as evidence of adve r se  impact.  Although 

Note t h a t  m i n o r i t i e s  had a h ighe r  
ra te  of s e l e c t i o n s  from c e r t i f i c a t e s  
than  d i d  whites-30.4 percent  VS.  24.7 
percent .  In a r r i v i n g  a t  t h e  bottom l i n e  
t h i s  d i f f e r e n c e  was enough t o  o f f s e t  t h e  
adve r se  impact on m i n o r i t i e s  which occur- 
red a t  t h e  c e r t i f i c a t i o n  s t a g e .  

Table I 
R e s u l t s  of Competi t ive S e l e c t i o n  System 

1977-1980 ( t h r o u g h  8-01-80) 

Persons 
A D D l i e d  

Persons 
Ce r t i f i e d  

No. % Group 

Persons 
Se lec ted  

No. % Group 
Group Rat io  

Selected-Applied 
- - I &  ~ ~- 

Group No. % Tota l  

White Men 6249 86.9 3005 48.1 71 1 23.7 11.4 

W h i t e  Female 422 5.9 255 60.4 9 5  37.3 22.5 

Minor i ty  Men 3 63 

Minori ty  Female 157 
7.2 

- -  

114 

54 
32.3 

35 

1 6  
30.4 

- 
9.8 

11.9 A l l  7191 100% 3428 47.7 a57 25.0 

White 6671 92. a 3260 48.9 806 24.7 12.1 

7.2 - Minority 520 32.3 - 168 30.4 - 51 - 9. a - 
11.9 A 1  1 7191 100% 3428 47.7 857 25.0 
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It i s  a l s o  i m p o r t a n t  t o  n o t e  t h a t  
m i n o r i t i e s  were 7.2 p e r c e n t  of  t h e  GAO 
a p p l i c a n t  poo l  from which c e r t i f i c a t e s  
were assembled. T h i s  compares w i t h  a 
g roup  s e l e c t i o n  r a t e  of 6 p e r c e n t .  
M i n o r i t y  s e l e c t i o n s  a s  a f u n c t i o n  of 
t h e i r  r e p r e s e n t a t i o n  i n  t h e  a p p l i c a n t  
poo l  shows no a d v e r s e  impact .  

Recognizing t h a t  i n  1977 o n l y  60 
m i n o r i t i e s  a p p l i e d  f o r  c o m p e t i t i v e  selec- 
t i o n ,  w i t h  none be ing  s e l e c t e d ,  i t  i s  
u s e f u l  t o  examine t h e  s y s t e m ' s  r e s u l t s  
f o r  t h e  1978-80 p e r i o d .  T h i s  i s  done i n  
Tab le  11. 

The bottom l i n e  shows a v a s t  improve- 
ment w i t h  o n l y  a 0.3 p e r c e n t  d i f f e r e n c e  
between w h i t e  and m i n o r i t y  s e l e c t i o n  
rates.  While m i n o r i t y  a d v e r s e  i m p a c t  i s  
s t i l l  p r e s e n t  a t  t h e  c e r t i f i c a t i o n  s t a g e  
w i t h  a ra te  d i f f e r e n c e  of  16.6 p e r c e n t ,  
t h i s  i s  ba lanced  by a m i n o r i t y  s e l e c t i o n  

r a t e  which i s  14.1 p e r c e n t  h i g h e r  t han  
t h a t  of w h i t e s .  F u r t h e r ,  d u r i n g  t h e  
t h r e e - y e a r  p e r i o d  m i n o r i t i e s  accoun ted  
f o r  7.8 p e r c e n t  of t h e  GAO a p p l i c a n t  
poo l  and t h e y  were 7.7 p e r c e n t  of  pe r sons  
s e l e c t e d .  The b a l a n c e  between t h e  s y s -  
tem's i n p u t  and o u t p u t  i s  a l m o s t  p e r f e c t .  
N e v e r t h e l e s s ,  a s t u d y  i s  now underway t o  
determine--- to  t h e  e x t e n t  i t  c a n  be--why 
a d i s p r o p o r t i o n a t e  p e r c e n t a g e  of  minor i -  
t i e s  do n o t  make c e r t i f i c a t e s .  C o r r e c t i v e  
a c t i o n s  w i l l  be t a k e n  i f  n o n l e g i t i m a t e  
r e a s o n s  f o r  t h e  d i s p a r i t y  are  found. 

The a n a l y s e s  p repa red  by t h e  EEOAC 
f o c u s  on n i n o r i t i e s  and women a s  p e r c e n t -  
age  of  t o t a l  s e l e c t i o n s  w i t h o u t  r e g a r d  t o  
t h e i r  c o r r e s p o n d i n g  r e p r e s e n t a t i o n  i n  t h e  
a p p l i c a n t  pool.  T h i s  approach  f a i l s  t o  
c o n s i d e r  t h e  Uniform G u i d e l i n e s  and a p -  
p l i c a n t  f l o w  r a t e s  as t h e  p r i n c i p a l  de- 
t e r m i n a n t s  i n  a s s e s s i n g  t h e  e q u i t y  of any 
c o m p e t i t i v e  s e l e c t i o n  system. 

Group 

T a b l e  I1 
R e s u l t s  of Compe t i t i ve  S e l e c t i o n  System 

197a-igao ( t h r o u g h  8-01-80) 

Pe r sons  Pe r sons  Persons 
Applied C e r t i f i e d  S e l e c t e d  Group R a t i o  

No. % T o t a l  No. % Group No. % Group Se lec t ed -App l i ed  - 
White Men 502 7 85.8 2482 49.4 537 21.6 10.7 

White Female 3 73 6.7 2 24 60.0 78 34.8 20.9 

M i n o r i t y  Men 318 103 35 
7.8 33.5 34.0 . 11.1 

1 6  M i n o r i t y  Female 142 51 

A 1  1 5860 100% 2860 48.8 666 23.3 11.4 

- -  - ~ -  

White 5400 92.2 2706 50.1 615 19.0 11.4 

X i n o r i  t y 4 60 7. a 154 33.5 51 33.1 11.1 - -  - -  

All 5860 100% 2860 4 8 . 8  666 23.3 11.4 
14 



The 50-percent s e l e c t i o n  g o a l  f o r  
m i n o r i t i e s  and women which was set  i n  FY 
1980 was n o t  i n t e n d e d  as  a long-term 
s t r a t e g y  because i t  is  n o t  compat ib le  
w i t h  t h e  Uniform G u i d e l i n e s .  Consequent- 
l y ,  i t  h a s  been e l i m i n a t e d  as a GAO 
o b j e c t i v e .  It was i n i t i a t e d  because  w e  
were e n t e r i n g  a f r e e z e  p e r i o d  and i t  was 
my d e s i r e  t h a t  women and m i n o r i t i e s  n o t  
become i n v i s i b l e  d u r i n g  t h e  s t r i n g e n t  
promotion p e r i o d .  

ADVISORY COUNCIL '  S C O N C L U S I O N  

The Counci l  i s  puzzled by t h e  Comp- 
t r o l l e r  G e n e r a l ' s  r e s p o n s e  t o  our  d i s c u s -  
s i o n  of how m i n o r i t i e s  and women f a r e d  
under Competi t ive S e l e c t i o n .  We merely 
noted  t h a t  p r o g r e s s  has  c l e a r l y  been 
made s i n c e  1977, a l t h o u g h  m i n o r i t y  selec- 
t i o n s  d i d  d r o p  s l i g h t l y  from 1979 t o  
1980. The Comptro l le r  General  responded 
w i t h  a l e n g t h y  d i s c u s s i o n  of g u i d e l i n e s  
and s t a t i s t i c s  t o  show t h a t  t h e  O f f i c e  
had n o t  v i o l a t e d  T i t l e  V I I .  The Counci l  
d i d  n o t  even imply t h a t  such  a v i o l a t i o n  
had o c c u r r e d .  The r e s p o n s e  was, i n  o u r  
view,  o v e r l y  d e f e n s i v e .  

Regarding t h e  50-percent s e l e c t i o n  
g o a l ,  t h e  Counci l  r e a l i z e s  t h a t  t h e  g o a l  
was not  i n t e n d e d  as a long-term s t r a t e g y .  
U n f o r t u n a t e l y ,  t h e  O f f i c e  h a s  n e v e r  r e a l l y  
done a n  e f f e c t i v e  j o b  i n  d e f i n i n g  i t s  
long-term s t r a t e g y .  The Counci l  hopes 
t h a t  a c t i o n s  t h e  O f f i c e  i s  t a k i n g  t o  
s t r e n g t h e n  a f f i r m a t i v e  a c t i o n  p l a n n i n g  
( s e e  l a t e r  s e c t i o n  of t h i s  r e p o r t )  w i l l  
he lp .  



Minorities And Women Are Still Underrepresented 
At GAO's Higher Grade Levels 

A D V I S O R Y  COUNCIL'S STATEMENT 

From a v a i l a b l e  i n f o r m a t i o n ,  w e  a n a -  
l y z e d  t h e  p r o g r e s s  of  m i n o r i t y  p e r s o n s  
and women toward  g r e a t e r  r e p r e s e n t a t i o n  
i n  t h e  GAO employee  r a n k s .  Fo r  t h e  s t a -  
t i s t i c a l  a n a l y s i s ,  m i n o r i t i e s  and  women 
were g rouped  t o g e t h e r  and  t h e i r  p r o g r e s s  
v i s - a - v i s  n o n m i n o r i t y  men was c h a r t e d  
f o r  t h e  d e c a d e  of  t h e  s e v e n t i e s .  I n  
1972, a p p r o x i m a t e l y  70 p e r c e n t  o f  t h e  GAO 
employees  were n o n m i n o r i t y  men. S i n c e  
t h a t  t i m e ,  t h e r e  h a s  been  a g r a d u a l  a n d  
s t e a d y  i n c r e a s e  i n  t h e  p e r c e n t a g e  of 
employees  who a re  m i n o r i t i e s  a n d  women. 
T h i s  g r o u p  grew a s  a p e r c e n t  of  t h e  
t o t a l  number of  employees  f rom a p p r o x i -  
m a t e l y  30 p e r c e n t  i n  1972 t o  a p p r o x i m a t e l y  
43 p e r c e n t  i n  1980. The p r o g r e s s  h a s  
been  s t e a d y  b u t  n o t  d r a m a t i c .  ( S e e  T a b l e  
4.) 

The p r o g r e s s  t h a t  h a s  been  made by 
m i n o r i t i e s  and  women in becoming more 
r e p r e s e n t e d  i n  GAO h a s  l a r g e l y  t a k e n  p l a c e  
a t  t h e  lower  GS g r a d e  l e v e l s .  The main  
p r o g r e s s  h a s  o c c u r r e d  i n  t h e  GS-7 t h r o u g h  
-12 r a n g e .  M i n o r i t i e s  and  women were o n l y  
28 p e r c e n t  of t h e  t o t a l  employee  popu la -  
t i o n  i n  t h o s e  g r a d e s  i n  1975; t h e y  c u r -  
r e n t l y  c o m p r i s e  54 p e r c e n t .  However, a t  
t h e  GS-13 and  h i g h e r  g r a d e  l e v e l s ,  p rog-  
ress h a s  been  small  and  l i m i t e d .  I n  
1975, m i n o r i t i e s  and women made up o n l y  
3.5 p e r c e n t  of t h e  GS-16 t h r o u g h  -18 
employees .  Today, t h a t  f i g u r e  h a s  i n -  
c r e a s e d  t o  7 p e r c e n t ,  b u t  t h i s  s t i l l  
r e p r e s e n t s  a v e r y  small  f r a c t i o n  of t h e  
a g e n c y ' s  t o p  management.  T a b l e s  5 a n d  6 
p r e s e n t  t h e  s t a t i s t i c a l  a n a l y s i s  o f  t h e  
GAO employee  d a t a  f o r  the  y e a r s  1975 a n d  
1980. T a b l e  7 p r e s e n t s  a n  a n a l y s i s  of 
G A O ' s  p r o f i l e  by g r a d e ,  s e x ,  and  r a c i a l  
c a t e g o r y  as  of  J u l y  1980. 

TABLE 4 

G E N E R A L  ACCOUNTING O F F I C E  

A n a l y s i s  o f  GS E m p l o y e e s  b y  S e x  a n d  R a c i a l  S t a t u s  

Year  N o n - M i n o r i t y  Men A l l  O t h e r s  T o t a l  
( P e r c e n t )  ( P e r c e n t )  ( a s  o f  J u n e )  

1 9 7 2  
1 9 7 3  
1 9 7 4  
1 9 7 5  
1 9 7 6  
1 9 7 7  
1 9 7 8  
1 9 7 9  
1 9 8 0  

7 0 . 4  

6 6 . 0  
6 7 . 8  
6 5 . 5  
6 3 . 5  
6 1 . 4  
6 0 . 6  
5 6 . 7  

* 
2 9 . 6  

3 4 . 0  
3 2 . 2  
3 4 . 5  
3 6 .  5 
3 8 . 6  
3 9 . 4  
4 3 . 3  

* 
4 764 

5 1 8 9  
4 9 9 0  
5 2 9 2  
5 3 3 1  
5 3 5 9  
5 3 4 6  
5 6 8 5  

* 

* N o t  a v  a i l a  b l e  . 
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TABLE 5 

GENERAL ACCOUNTING OFFICE 

1975 

A n a l y s i s  of G e n e r a l  S c h e d u l e  Employees by Grade,  Sex,  and Race 

Grade Non-Minor i ty  Men All O t h e r s  Total 
( P e r c e n t  1 ( P e r c e n t )  

GS 1-6 
GS 7 - 1 2  
GS 13-15 
GS 16-18 

7.9 
71.6 
94.7 
96.5 

92.1 
28.4 
5.3 
3.5 

887 
2510 
1517 

86 

TABLE 6 

GENERAL ACCOUNTING OFFICE 

1980 

A n a l y s i s  of G e n e r a l  Schedule Employees by Grade, S e x ,  and Race 

- 

Grade Non-Minor i ty  Men All Others Total 
( P e r c e n t )  ( P e r c e n t )  

GS 1-6 
G S  7-12  
GS 13-15 
GS 16-18 

9.5 
45.8 
89.1 
92.9 

90.5 
54.2 
10.9 
7.1 

1155 
2467 
1980 

84 
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TABLE 7 

GENBAL ACcouhTINS OFFICE 

Aralys,s of General S&edule mloyees by Grade, 
S e x ,  ard Racial Category as of July 1980 

mI-P mI-P 
Minority Minority Minority Mimrity ?\otdl ~ o - 1  

- -  Women Elen Women Men Wanen Men GS Grade Total 

608 1-4 
% of total  

229 49 263 67 492 116 
8.1 43.3 11 .o 81.0 19.1 37 .7  

5 
% af t o ta l  

138 17 138 37 276 34 
41.8 5.2 41.8 11.2 83.6 16.4 

330 

6 
% of total 

107 3 101 6 208 9 
49.3 1.4 46.5 2.8 95.9 4.1 

217 

7 
% of total 

0 
% of total 

99 56 191 141 290 197 
20.3 11.5 39.2 29.0 59.5 40.5 

487 

11 1 29 1 40 2 
26.2 2.4 69.0 2.4 95.2 4.8 

42 

9 
% of t o ta l  

60 37 131 142 191 179 
16.2 10.0 35.4 38.4 51.6 48.4 

370 

10 
% of total 

2 0 5 1 7 1 
25.0 0 62.5 12.5 87.5 12.5 

8 

11 
% of total 

1 2  
% of total 

42 37 114 156 156 193 
12.0 10.6 32.7 44.7 44.7 55.3 

349 

65 142 172 83 2 237 9 74 
5.4 11.7 14.2 68.7 19.6 80.4 

1,211 

13 
% of total 

17 36 83 83 5 100 8 71 
1.8 3.7 a. 5 86.0 10.3 89.7 

971 

14 
% of total 

3 25 28 61 2 31 637 
.4 3.7 4.2 81.6 4.6 95.4 

668 

15 
% of t o t a l  

2 8 13 3 18 15 3 26 
.6 2.3 3.8 93.3 4.4 95.6 

34 1 

16-18 
% of tDtal 

0 4 2 78 2 a2 
0 4.8 2.4 92 .a 2.4 97.6 

84 

Total 
18 8 a? mAL 

775 415 1,269 3, 226 2,004 3,641 
13.6 7.3 22.3 56.7 36.0 64.0 



COMPTROLLER GENERAL' S REPLY 

The s u b s t a n t i a l  d i f f e r e n c e  between 
improvement ra tes  i n  t h e  employment pro- 
f i l e  of m i n o r i t i e s  and women i n  g r a d e s  
7-12 and 13 and above d u r i n g  1975-80 i s  
a t  once a f u n c t i o n  of  t i m e ,  t h e  career  
l a d d e r ,  and t h e  c o m p e t i t i v e  s e l e c t i o n  
s y s t e m .  C l e a r l y ,  t h e r e  are  many more op- 
p o r t u n i t i e s  t o  produce change i n  t h e  
career l a d d e r  p r o f i l e  t h a n  e x i s t  a t  
g r a d e s  13 and above. For example,  d u r i n g  
t h e  p e r i o d  June  1978-79 a t o t a l  of  555  
c a r e e r - l a d d e r  promotions were made i n  t h e  
GS-343 and -510 s e r i e s ,  compared t o  o n l y  
216  c o m p e t i t i v e  promotions.  The oppor tu -  
n i t i e s  t o  e f f e c t  improvement i n  g r a d e s  
13-15 were t h e r e f o r e  l e s s  t h a n  40  p e r c e n t  
of  t h o s e  a t  t h e  lower g r a d e s .  

During t h e  same p e r i o d ,  m i n o r i t i e s  
and women accoun ted  f o r  41  p e r c e n t  of 
a l l  c a r e e r - l a d d e r  p romot ions ,  compared 
t o  1 7  percent of c o m p e t i t i v e  promotions.  
The r a t e  a t  which t h e  employment p r o f i l e  
c a n  be  r e a s o n a b l y  expec ted  t o  improve 
beyond g r a d e  1 2  i s  a l s o  d i c t a t e d  by t h e  
p e r c e n t a g e  of  n i n o r i t i e s  and women i n  
t h e  " a p p l i c a n t  p o o l , "  i .e. ,  t h o s e  p e r s o n s  
who are  e l i g i b l e  and a p p l y  f o r  c o m p e t i t i v e  
promotions.  

The p e r c e n t a g e  of  GAO m i n o r i t i e s  and 
women i n  t h e  c o m p e t i t i v e  a p p l i c a n t  poo l  
more t h a n  doubled betwen 1977  and 1980,  
r i s i n g  from 8.2 p e r c e n t  t o  17.3 p e r c e n t .  
Each year s i n c e  1977 t h e  r a t i o  of  minor i -  
t i e s  and women s e l e c t e d  t h r o u g h  t h e  com- 
p e t i t i v e  p r o c e s s  h a s  e q u a l e d  o r  exceeded 
t h e i r  r e p r e s e n t a t i o n  i n  t h e  a p p l i c a n t  
pool .  For example,  i n  1978  t h e i r  combined 
s e l e c t i o n  r a t e  was 3.4 p e r c e n t  g r e a t e r  
t h a n  t h e i r  a p p l i c a n t  p o o l  r e p r e s e n t a t i o n ,  
and i n  1979 i t  was 7.5 p e r c e n t  g r e a t e r .  

S i n c e  w e  have de te rmined  t h a t  t h e  
c o m p e t i t i v e  s e l e c t i o n  p r o c e s s  d o e s  n o t  
have a "bot tom l i n e "  a d v e r s e  impact o n  
m i n o r i t i e s  and women, t h e  key t o  improv- 
i n g  t h e  employment p r o f i l e  i n  t h e  compet- 
i t i v e  g r a d e s  w i l l  c o n t i n u e  t o  be i n c r e a s -  
i n g  t h e i r  r e p r e s e n t a t i o n  i n  t h e  a p p l i c a n t  

66 From available information, we analyzed the 
progress of minority persons and women getting 
greater representation in the GAO employee ranks. 
For the statistical analysis, minorities and women 
were grouped together and their progress vis-a-vis 
non-minority men was charted for the decade of the 
seventies. In 1972, approximately 70 percent o f  the 
GAO employees were non-minority men. Since that 
time, there has been a gradual and steady increase 
in the percentage of employees who are minorities 
and women. This group grew as a percent of the total 
number of employees from approximately 30 per- 
cent in 1972 to approximately 43 percent in 1980. 
The progress has been steady but not dramatic. (See 
table 4. ) 

The progress that has been made by minorities 
and women in becoming more represented in GAO 
has largely taken place a t  the lower GS grade levels. 
The main progress has occurred in the GS-7 through 
-12 range. Minorities and women were only 28 per- 
cent of the total employee population in those grades 
in 1975; they currently comprise 54 percent. How- 
ever, a t  the GS-I 3 and higher grade levels, progress has 
been small and limited. In I 9  75, minorities and women 
made up only 3.5 percent of the GS-I 6 through -18 
employees. Today, that figure has increased to 7 per- 
cent, but this still represents a very small fraction o f  
the agency S top management. Tables 5 and 6 present 
the statistical analysis of the GAO employee data for 
the years 1975 and 1980. Table 7 presents an analysis 
of GAOS profile by grade, sex, and racial category 
as of  July 1980.99 

pool .  T h i s  t a k e s  t i m e .  For example,  a n  
a n a l y s i s  of GS-343 and -510 c a r e e r - l a d d e r  
and c o m p e t i t i v e  promotions made between 
June  1978-79 shows t h a t  on a v e r a g e  i t  
t a k e s  4.4 y e a r s  t o  move from GS-7 t o  
GS-12, 3 y e a r s  t o  go from GS-12 t o  GS-13, 
and 4.5 y e a r s  t o  go from GS-13 t o  GS-14. 
Recognizing t h a t  G A O ' s  e n t r y - l e v e l  a f f i r m -  
a t i v e  r e c r u i t m e n t  program d i d  n o t  b e g i n  
t o  produce s i g n i f i c a n t  r e s u l t s  u n t i l  
1974-75, w e  shou ld  n o t  e x p e c t  t h e  f u l l  
impact of t h i s  e f f o r t  t o  r e g i s t e r  on ou r  
c o m p e t i t i v e  g r a d e s  u n t i l  t h e  1982-87 
p e r i o d .  Of c o u r s e ,  t h i s  presumes t h a t  19 



the internal applicant pool is not signif- 
icantly eroded by attrition, a factor 
which we will continue to keep a close 
eye upon. 

The term "underrepresentation" ap- 
plied to the employment of minorities and 
women can be troublesome unless it is 
carefully defined and all parties apply 
a common definition. The complexities 
surrounding the definition and measurement 
of  "underrepresentation" were recently 
outlined by GAO in a report to the Con- 
gress entitled "Achieving Representat ion 
of Minorities and Women in the Federal 
Work Force" (FPCD-81-5, December 3 ,  1980). 
In the weeks and months ahead we shall be 
developing a system to provide reasonable 
employment representation goals, time- 
tables f o r  their achievement, and proced- 
ures for monitoring progress and problems. 
We shall keep the EEOAC and other inter- 
ested groups briefed as this effort goes 
forward. 
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GAO Needs Better Affirmative Action Planning 

A C T I O N S  T O  B E  T A K E N  ADVISORY COUNCIL'S STATEMENT 

The Counci l  recommends t h a t  GAO i m -  
prove i t s  a f f i r m a t i v e  a c t i o n  p l a n n i n g  i n  
t h r e e  ways: ( 1 )  o b t a h i n g  more i n v o l v e -  
ment by t h e  EEO Advisory Counci l  (EEOAC) 
a t  t h e  f r o n t  end of p l a n  development ,  
( 2 )  c i t i n g  more s p e c i f i c s  i n  terms of 
a c t i o n s  t o  be t a k e n ,  and ( 3 )  u n i f y i n g  
s h o r t -  and long-term g o a l s  f o r  r e d u c i n g  
u n d e r r e p r e s e n t a t i o n  i n  t h e  work f o r c e .  

I n  t h e  p a s t ,  t h e  C i v i l  R i g h t s  O f f i c e  
h a s  r e q u e s t e d  E E O A C ' s  comments a f t e r  com- 
p l e t i n g  t h e  d r a f t  of t h e  a n n u a l  a f f i r m a -  
t i v e  a c t i o n  p l a n s .  However, t h e  Counc i l  
b e l i e v e s  i t  c o u l d  more e f f e c t i v e l y  ass is t  
t h e  C i v i l  R i g h t s  O f f i c e  in improving t h e  
p l a n ' s  q u a l i t y  by p r o v i d i n g  i n p u t  a t  t h e  
f r o n t  end o f  p l a n  development.  We had 
s e r i o u s  problems w i t h  t h e  1980 p l a n  b u t  
d i d  n o t  have time t o  review i t  i n  d e t a i l  
and make s u g g e s t i o n s  t o  t h e  completed 
d r a f t .  

I n  many cases, the 1980 p l a n  needs  
more s p e c i f i c  i n f o r m a t i o n  t o  s e r v e  as a 
g u i d e  f o r  agency a c t i o n s .  For example,  
in t h e  s e c t i o n  which i d e n t i f i e s  "Impedi- 
ments t o  t h e  E l i m i n a t i o n  of  Underrepre-  
s e n t a t i o n "  and "Ac t ions  t o  be Taken,"  
t h e  f o l l o w i n g  is s t a t e d :  

IMPEDIMENTS 

C u r r e n t l y ,  t h e r e  i s  n o t  a n  
e f f e c t i v e  t r a i n i n g  p r o g r a m  
f o r  m i n o r i t i e s  a n d  women 
t o  i m p r o v e  t h e i r  s k i l l s  o r  
t o  a c q u i r e  t h e  k n o w l e d g e  
n e e d e d  t o  meet  t h e  min imum 
q u a l i f i c a t i o n s  a s  w e l l  a s  
t o  b e  p r o m o t e d  i n t o  m o r e  
h i g h l y  s k i l l e d  j o b s .  

T h e r e  h a s  b e e n  a n  i n c r e a s -  
i n g  c l u s t e r  o f  women a n d  
m i n o r i t i e s  i n  c l e r i c a l  a n d  
s u p p o r t  p o s i t i o n s .  

D e v e l o p  a n d  i n p l e r n e n t  a 
t r a i n i n g  p r o g r a m  w h i c h  
w o u l d  p l a c e  a n  e m p h a s i s  
o n  t r a i n i n g  a n d  d e v e l o p -  
i n g  m i n o r i t i e s  t o  i m p r o v e  
t h e i r  o p p o r t u n i t i e s  f o r  
m a n a g e r i a l  o r  o t h e r  p o s i -  
t i o n s .  

S t r e n g t h e n i n g  t r a i n i n g  
p r o g r a m s  s o  a s  t o  a f f o r d  
c a p a b l e  e m p l o y e e s  t h e  o p -  
p o r t u n i t i e s  t o  move u p -  
w a r d .  

These s t a t e m e n t s  are  vague,  l e a v i n g  s e v e r -  
a l  q u e s t i o n s  unanswered. Who i s  r e s p o n s i -  
b l e  f o r  what a c t i o n s ?  When w i l l  t h e  
a c t i o n s  be t a k e n ?  What p r i o r i t y  i s  g i v e n  
each  of t h e  a c t i o n s ?  

The e f f e c t i v e n e s s  of  GAO's a f f i r m a -  
t i v e  a c t i o n  p l a n  Lng i s  l i m i t e d  by t h e  
l a c k  of u n i f i e d  g o a l  s e t t i n g .  There a re  
underrepresentation-related g o a l s  i n  t h e  
1980 p l a n ,  developed a c c o r d i n g  t o  Equal 
Employment O p p o r t u n i t y  Commission (EEOC) 
g u i d e l i n e s ;  t h e r e  a r e  t h e  2- and 5-year 
d i v i s i o n  and o f f i c e  g o a l s ;  t h e r e  i s  t h e  
50-percent s e l e c t i o n  g o a l  t o  se lec t  women 
and m i n o r i t i e s  f o r  G S - 1 3 / 1 4 / 1 5  v a c a n c i e s ;  
and most r e c e n t l y  t h e r e  a re  1985 and 1990 
g o a l s  f o r  women and m i n o r i t y  r e p r e s e n t a -  
t i o n  on t h e  p r o f e s s i o n a l  s t a f f .  How do 
t h e s e  v a r i o u s  g o a l s  f i t  t o g e t h e r ?  Is 
GAO go ing  t o  c o n t i n u e  t o  u s e  E E O C ' s  
g u i d e l i n e s  i n  d e v e l o p i n g  g o a l s ?  The 
Counci l  c i t e d  s t a t i s t i c s  i n  p r e v i o u s  sec -  
t i o n s  which demonstrated t h a t  G A O ' s  prob- 
l e m  i s  having not  enough m i n o r i t y  and 
women p r o f e s s i o n a l s ,  GS-13 th rough  GS-18. 
W i l l  t h e  O f f i c e  r e t a i n  s p e c i a l  emphasis 
on r e p r e s e n t a t i o n  of m i n o r i t i e s  and 
women a t  t h e  h i g h e r  g r a d e  l e v e l  w i t h i n  
o v e r a l l  work f o r c e  g o a l s ?  



COMPTROLLER GENERAL'S REPLY 

There i s  no q u e s t i o n  t h a t  FY 1980 
was a d i f f i c u l t  year f o r  a f f i r m a t i v e  
a c t i o n  program p l a n n i n g ,  n o t  o n l y  i n  
GAO bu t  i n  most F e d e r a l  a g e n c i e s .  Many 
of t h e  d i f f i c u l t i e s  stemmed from t h e  
f a c t  t h a t  i t  was a " t r a n s i t i o n "  year 
d u r i n g  which b o t h  t h e  Equal Employment 
Oppor tun i ty  Commission (EEOC) and t h e  
O f f i c e  of Pe r sonne l  Management (OPM) 
worked toward deve lop ing  and implementing 
a n  e n t i r e l y  new AAPP concept  i n  t h e  , 

F e d e r a l  s e c t o r  as  a p r e l u d e  t o  m u l t i y e a r  
program p lann ing .  The v a r i e d  problems 
expe r i enced  d u r i n g  t h e  t r a n s i t i o n  year 
and recommendations f o r  improving t h e  
p r o c e s s  i n  t h e  f u t u r e  a re  d i s c u s s e d  i n  a 
GAO r e p o r t  t o  t h e  Congress e n t i t l e d  
"Achieving R e p r e s e n t a t i o n  of M i n o r i t i e s  
and Women i n  t h e  F e d e r a l  Work Force" 
(FPCD-81-5, December 3 ,  1980). 

Although GAO was n o t  o b l i g a t e d  i n  FY 
1980 to  f o l l o w  t h e  e x a c t  l e t t e r  of EEOC 
d i r e c t i v e s  r e g a r d i n g  a f f i r m a t i v e  a c t i o n  
p l a n s ,  w e  f e l t  t h a t  w e  shou ld  a p p l y  t h e  
same g u i d e l i n e s  mandated f o r  o t h e r  agen- 
c i e s .  I n  t h e  f u t u r e  we s h a l l  deve lop  
GAO r u l e s ,  r e g u l a t i o n s  and p rocedures  
a l o n g  l i n e s  g e n e r a l l y  e s t a b l i s h e d  f o r  
F e d e r a l  a g e n c i e s ,  bu t  o n l y  t o  t h e  e x t e n t  
w e  t h i n k  p r a c t i c a b l e .  EEOC i s  p r e s e n t l y  
i n  t h e  p r o c e s s  of r e v i s i n g  i t s  a f f i r m a -  
t i v e  a c t i o n  p l ann ing  d i r e c t i v e s .  When 
t h e y  a re  i s s u e d  w e  s h a l l  c a r e f u l l y  examine 
them b e f o r e  e s t a b l i s h i n g  o u r  own proced- 
u r e s .  

We are  a l r e a d y  moving toward develop-  
ing  ou r  own sys t em f o r  s e t t i n g  numerical  
g o a l s  and t i m e t a b l e s .  For p r o f e s s i o n a l  
o c c u p a t i o n s  and g rade  l e v e l s  t h e y  w i l l  
be based on Relevant Labor Force (RLF) 
s t a t i s t i c s .  RLF i s  t h e  p r o p o r t i o n  e a c h  
m i n o r i t y  group and women comprises  of 
t h o s e  pe r sons  who are q u a l i f i e d  o r  q u a l i -  
f i a b l e  f o r  a p a r t i c u l a r  o c c u p a t i o n ,  
i n c l u d i n g  d i f f e r e n t  wage l e v e l s  w i t h i n  
t h e  occupa t ion .  Goals and t i m e t a b l e s  
f o r  n o n p r o f e s s i o n a l  o c c u p a t i o n s  w i l l  be 
e s t a b l i s h e d  a c c o r d i n g  t o  C i v i l i a n  Labor 
Force (CLF) s t a t i s t i c s .  CLF i s  t h e  
o v e r a l l  ave rage  p r o p o r t i o n  of each 
m i n o r i t y  group and women i n  t h e  t o t a l  
c i v i l i a n  l a b o r  f o r c e  16  years of  age and 
o v e r  w i thou t  r ega rd  t o  s p e c i f i c  occupa- 
t i o n s  o r  q u a l i f i c a t i o n .  

When the  dimensions of  t h e  GAO g o a l s  
s y s t e m  t a k e  more c o n c r e t e  s h a p e ,  you may 
be s u r e  t h a t  t h e  EEOAC and o t h e r  i n t e r e s t -  
ed p a r t i e s  w i l l  be b r i e f e d ,  w i t h  a n p l e  
o p p o r t u n i t y  t o  p rov ide  s u g g e s t i o n s  f o r  
improving t h e  system's d e s i g n .  U n t i l  t h e  
s y s t e m  i s  put  "on l i n e "  w e  s h a l l  u s e  t h e  
two and f i v e  year g o a l s  p r e v i o u s l y  deve l -  
oped by d i v i s i o n  d i r e c t o r s  and r e g i o n a l  
managers w i th  a s s i s t a n c e  from t h e  C i v i l  
R i g h t s  O f f i c e  and Personnel .  
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The E E O A C ' s  conce rn  w i t h  "no t  hav ing  
enough" m i n o r i t y  and women p r o f e s s i o n a l s  
a t  GS-13 and above i s  u n d e r s t a n d a b l e ,  p a r -  
t i c u l a r l y  i f  "enough" i s  a f u n c t i o n  of  
CLF.  What i s  unknown a t  t h i s  time, how- 
e v e r ,  i s  e x a c t l y  what t h e i r  a p p r o p r i a t e  
r e p r e s e n t a t i o n  should b e  i n  terms of t h e  
p r e s e n t  and f u t u r e  RLF.  The l e v e l  of  em-  
p h a s i s  which GAO w i l l  p l a c e  on improving 
t h e  r e p r e s e n t a t i o n  of m i n o r i t i e s  and 
women i n  t h e  h i g h e r  g r a d e s  w i l l  i n  l a r g e  
measure be determined by t h e  new g o a l s  
system. 

On t h i s  p o i h t ,  t h e  F e d e r a l  Affirma- 
t i v e  Act ion G u i d e l i n e s  a p p r o p r i a t e  under 
T i t l e  V I 1  of t h e  C i v i l  R i g h t s  A c t  of 1964, 
as amended ( s e e  t h e  F e d e r a l  R e g i s t e r ,  
J anua ry  19,  1979) are  i n s t r u c t i v e :  "The 
a c t i o n  t aken  pu r suan t  t o  a n  a f f i r m a t i v e  
a c t i o n  p l a n  o r  program m u s t  be r e a s o n a b l e  
i n  r e l a t i o n  t o  t h e  problems d i s c l o s e d  by 
t h e  ( e m p l o y e r ' s )  s e l f  a n a l y s i s .  Such 
r e a s o n a b l e  a c t i o n  may i n c l u d e  g o a l s  and 
t i m e t a b l e s  o r  o t h e r  a p p r o p r i a t e  employment 
t o o l s  which r e c o g n i z e  t h e  race, sex,  o r  
n a t i o n a l  o r i g i n  of a p p l i c a n t s  o r  employ- 
ees....Goals and t i m e t a b l e s  s h o u l d  b e  
r e a s o n a b l y  r e l a t e d  t o  such  c o n s i d e r a t i o n s  
as  t h e  e f f e c t s  of p a s t  d i s c r i m i n a t i o n ,  
t h e  need f o r  prompt e l i m i n a t i o n  of a d v e r s e  
impact o r  d i s p a r a t e  treatment,  t h e  a v a i l -  
a b i l i t y  of b a s i c a l l y  q u a l i f i e d  o r  q u a l i -  
f i a b l e  a p p l i c a n t s ,  and t h e  number of 
employment o p p o r t u n i t i e s  e x p e c t e d  t o  b e  
av a i l a b  1 e. " 

ADVISORY COUNCIL'S CONCLUSION 

According t o  t h e  C i v i l  R i g h t s  O f f i c e ,  
GAO w i l l  o b t a i n  t h e  Re levan t  Labor Force  
d a t a  by J u n e  and use EEOC g u i d e l i n e s  t o  
h e l p  i d e n t i f y  u n i f i e d  goals. These g o a l s  
w i l l  s e r v e  as  a b a s i s  f o r  a f i s c a l  y e a r  
1982 a f f i r m a t i v e  a c t i o n  p l a n  f o r  GAO. The 
Counci l  b e l i e v e s  t h a t  s t e p s  a r e  b e i n g  
made i n  t h e  r i g h t  d i r e c t i o n .  We w i l l  
c o n t i n u e  t o  mon i to r  t h e  development of 
g o a l s  and p l a n s .  
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GAO Employees Are Not Receiving Performance 
And Career Development Counseling 

ADVISORY C O U N C I L ' S  STATEMENT 

Through a number of a c t i o n s ,  GAO h a s  
r ecogn ized  t h e  v i t a l  l i n k  between perform- 
a n c e  and career development c o u n s e l i n g  
and improving t h e  q u a l i t y  of i t s  work. 
It h a s  e s t a b l i s h e d  t h e  Career Development 
and Counsel ing Cen te r .  It has  a l s o  com- 
p l e t e d  a new performance a p p r a i s a l  system 
(BARS) and sponsored  t h e  S k i l l s  f o r  
Performance and Career Development (SPCD) 
c o u r s e  f o r  a u d i t o r s ,  t h e  development of a 
r e v i s e d  SPCD c o u r s e  f o r  n o n a u d i t o r s ,  and  
s u p e r v i s o r y  t r a i n i n g  c o u r s e s .  

But d e s p i t e  t o p  management's commit- 
ment t o  s t a f f  needs  f o r  career development 
and c o u n s e l i n g ,  most d i v i s i o n s ,  o f f i c e s ,  
and i n d i v i d u a l  s u p e r v i s o r s  a r e  no t  p rov id -  
i n g  t h e  c o u n s e l i n g  t h a t  i s  needed and 
d e s i r e d  by many GAO employees. Counc i l  
r e p r e s e n t a t i v e s  have d i s c u s s e d  t h i s  i s s u e  
w i t h  t h e  Counsel ing Cen te r  and many pro- 
f e s s i o n a l  and s u p p o r t  employees,  and t h e  
f o l l o w i n g  c o n c e r n s  were e x p r e s s e d :  

1. 

2 .  

3.  

Performance c o u n s e l i n g  and f eedback  
s h o u l d  n o t  be l i m i t e d  t o  t h e  c o m p l e t i o n  
of a n  a s s i g n m e n t ,  b u t  s h o u l d  be p rov id -  
ed c o n t i n u o u s l y .  

S u p e r v i s o r s  shou ld  be in fo rming  subord-  
inates  of s p e c i f i c  s t r e n g t h s  and weak- 
n e s s e s  i n  r e l a t i o n  t o  t h e  performance 
of work a s s ignmen t s .  

D i v i s i o n s  and r e g i o n a l  o f f i c e s  f o r m a l l y  
o r  i n f o r m a l l y  r a n k  t h e i r  employees f o r  
t h e  pu rpose  of making recommendations 
on Compe t i t i ve  S e l e c t i o n  System Form 
503. For example, a se lec t  few employ- 
ees a re  g i v e n  " e x c e p t i o n a l "  e n d o r s e -  
ments. The d i v i s i o n s  and o f f i c e s  do 
n o t  e x p l a i n ,  based on e x p l i c i t  c r i -  
t e r i a ,  how t h e i r  s t a f f  were ranked and 
what an i n d i v i d u a l  must do t o  become 
" e x c e p t i o n a l . "  

We r e a l i z e  t h a t ,  in some cases, em- 
p loyees  a re  not  a g g r e s s i v e  abou t  s o l i c i -  
t i n g  c o u n s e l i n g  and f eedback  from t h e i r  
s u p e r v i s o r s  o r  o r g a n i z a t i o n a l  u n i t s .  
Th i s  is no excuse ,  however, f o r  n o t  as- 
s u r i n g  t h a t  c o u n s e l i n g ,  which i s  s o  i m -  
p o r t a n t  f o r  G A O ' s  q u a l i t y  of work, is 
e f f e c t i v e l y  c a r r i e d  o u t .  

The Counc i l  b e l i e v e s  t h a t  accoun t -  
a b i l i t y  is t h e  key t o  t o p  management's 
a s s u r i n g  t h a t  employees r e c e i v e  perform- 
a n c e  and career development c o u n s e l i n g  
c o n t i n u o u s l y  from s u p e r v i s o r s  and p e r i o d -  
i c a l l y  from d i v i s i o n s  and o f f i c e s .  There- 
f o r e ,  we recommend t h a t  GAO d i v i s i o n s  and 
o f f i c e s  (1) mon i to r  t h e  t y p e  and f r equency  
of performance and career development 
c o u n s e l i n g  provided t o  t h e i r  employees 
and ( 2 )  d e v e l o p  e x p l i c i t  c r i t e r i a  f o r  
s t a f f  r a n k i n g s  and e x p l a i n  t o  a n y  i n q u i r -  
i n g  s t a f f  members why t h e y  a re  ranked a s  
t h e y  are. We a l s o  recommend t h a t  Person-  
n e l  mon i to r  and r e p o r t  t o  t h e  Compt ro l l e r  
Gene ra l  on a c t i o n s  t a k e n  by d i v i s i o n s  and 
o f f i c e s  t o  implement t h e  above recommen- 
d a t i o n .  

COMPTROLLER GENERAL'S REPLY 

The Counsel ing and Career Development 
(CCD) Branch of P e r s o n n e l  o f f e r s  a wide 
r ange  of  performance and career deve lop -  
ment c o u n s e l i n g  f o r  GAO employees.  These 
c o u n s e l i n g  s e r v i c e s  r ange  from i n d i v i d u a l  
c o u n s e l i n g  t o  workshops t o  t h e  Career 
Resource Cen te r .  S p e c i f i c  programs a r e  
d e s c r i b e d  below. 

Counselinp: f o r  t h e  Troubled EmDlovee 

In October  1976  t h e  Compt ro l l e r  
Gene ra l  i n s t i t u t e d  G A O ' s  "Employee Assist- 
a n c e  Program" (EAP), which o f f e r e d  a l l  
employees c o u n s e l i n g  and r e f e r r a l  a s s i s t -  
a n c e  f o r  t h e  wide v a r i e t y  of p e r s o n a l  
problems e x p e r i e n c e d  in o u r  complex 
s o c i a l  and work env i ronmen t s .  
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I n  1979 t h e  C C D ' s  s e r v i c e s  expanded 
t o  i n c l u d e  not  o n l y  s o c i a l ,  p s y c h o l o g i c a l  
and s u b s t a n c e  a b u s e  problems but  c a r e e r  
c o u n s e l i n g  and c a r e e r  development i s s u e s  
too .  This  c o u n s e l i n g  approach o f f e r s  a 
l a r g e r  v a r i e t y  of s e r v i c e s  and should  
l o g i c a l l y  i n c r e a s e  t h e  e f f e c t i v e n e s s  of 
t h e  s u b s t a n c e  a b u s e  p o r t i o n  of t h e  coun- 
s e l i n g  program as w e l l .  

~ 

66Through a number of actions, GAO has recog- 
nized the vital link between performance and career 
development counseling and improving the quality of 
its work. I t  has established the Career Developmerit 
and Counseling Center. It has also completed a new 
performance appraisal system (BARS) and sponsored 
the Skills for Performance and Career Developtrierit 
(SPCD) course for auditors, the development of a 
revbed SPCD course for non-auditors, and supenti- 

The CCD has  c o u n s e l e d ,  r e f e r r e d  and sory training courses. 
c o n s u l t e d  w i t h  GAO employees on problems 
and s i t u a t i o n s  r e l a t e d  t o  stress,  a l c o h o l  
and drug  dependency, m a r r i a g e ,  f a m i l y ,  co- 
worker and o t h e r  i n t e r p e r s o n a l  r e l a t i o n -  
s h i p  c o n f l i c t s ,  l e g a l  and f i n a n c i a l  con- 
c e r n s ,  r e t i r e m e n t ,  career development and 
many o t h e r  l i f e  t r a n s i t i o n s  and c r i ses .  
The CCD s t a f f  a l s o  p r o v i d e s  t r a i n i n g ,  ed- 
u c a t i o n ,  development and o t h e r  o u t r e a c h  
programs on career, s o c i a l  and mental  
h e a l t h  i s s u e s  a l o n g  w i t h  s u p e r v i s o r y  

But despite top management's commitment to 
staff needs for career development and counseling, 
most divisions, offices, and indivisual supervisors are 
not providing the counseling that is needed and de- 
sired by many GAO employees. Council representa- 
tives have discussed this issue with the Counseling 
Center and many professional and support em loyees. 
and the following concerns were expressed:? f 

t r a i n i n g  and e d u c a t i o n  i n  i d e n t i f y i n g  of human p o t e n t i a l  t o  o c c u r ,  t h e  organiza- 
and a s s i s t i n g  employees w i t h  p e r s o n a l  t i o n a l  environment must be r i c h  and p e r m i t  
problems t h a t  a f f e c t  t h e  q u a l i t y  of i n d i v i d u a l s  t o  s e a r c h ,  choose ,  and i n t e -  
work and work l i f e .  g r a t e  t h e i r  c a r e e r s .  

Developmental  Workshops 

Through developmental  workshops o f -  
f e r e d  by CCD,  employees have a n  o p p o r t u n i -  
t y  t o  enhance t h e i r  p o t e n t i a l  and develop-  
ment b o t h  on t h e  j o b  and i n  t h e i r  l i v e s  
o u t s i d e  of work. These workshops,  o f f e r e d  
on a n  "as needed" b a s i s  t o  d i v i s i o n s  and 
r e g i o n a l  o f f i c e s ,  a d d r e s s  a broad range  
of developmental  i s s u e s .  They i n c l u d e :  

( 1 )  S t r e s s  Management Workshop 
( 2 )  P o s i t i v e  Communications Workshop 
( 3 )  Problem Recogni t ion  and R e f e r r a l  

( 4 )  

( 5 )  Career Development O r i e n t a t i o n  f o r  

( 6 )  Retirement  P lanning  Workshop 

Workshop 
Career Planning  Workshop f o r  Employ- 
ees 

Managers 

The workshops developed and o f f e r e d  
by GAO are programs t h a t  a l l o w  i n d i v i d u a l s  
t o  examine a t t i t u d e s  and v a l u e s  about  
t h e i r  f u n c t i o n s  and i d e n t i t i e s .  

Career Resource Center  

Faced w i t h  t h e  c h a l l e n g e  of p r o v i d i n g  
e f f e c t i v e  c a r e e r / l i f e  a t  d i f f e r e n t  l i f e  
s t a g e s  and career l e v e l s ,  t h e  CCD s t a f f  
developed a Career Resource Center  which 
i s  composed of a series of self-managed 
c a r e e r / l i f e  p lanning  a c t i v i t i e s .  The 
Center  s e r v e s  a d u a l  purpose.  It i s  de- 
s i g n e d  t o  e n a b l e  t h e  i n d i v i d u a l  employee 
t o  d e v e l o p  and implement s h o r t -  and long- 
range  g o a l s  by working i n d e p e n d e n t l y  o r  

The more e f f e c t i v e  t h e  careers of i t s  
employees,  t h e  more e f f e c t i v e  t h e  t o t a l  
o r g a n i z a t i o n  w i l l  be. For  t h e  o p t i m a l  u s e  



by e n l i s t i n g  t h e  h e l p  of  a c o u n s e l o r  o r  
s u p e r v i s o r .  The Cen te r  i s  a l s o  i n t e n d e d  
as a t o o l  t o  ass is t  managers i n  promoting 
and f a c i l i t a t i n g  career development of 
s t a f  f .  

The Career Resource C e n t e r ,  e s t a b -  
l i s h e d  i n  Februa ry  1979 i n  GAO headquar-  
ters,  is a v a i l a b l e  f o r  u s e  by a l l  employ- 
ees i n  t h e  Washington m e t r o p o l i t a n  area. 
The Center hae also  been packaged f o r  ' 
t h e  15 GAO r e g i o n a l  o f f i c e s .  It i s  ac- 
companied by a n  i n s t r u c t i o n  manual f o r  
managers and s u p e r v i s o r s  who w i l l  be  work- 
i n g  as  career p l ann ing  f a c i l i t a t o r s .  The 
l a y o u t  of  t h e  C e n t e r  i n c l u d e s  f o u r  a c t i v -  
i t y  s t a t i o n s ,  each c o r r e s p o n d i n g  t o  one 
of t h e  major  phases  of t h e  c a r e e r / l i f e  
p l a n n i n g  p r o c e s s .  

Performance Counse l ing  

The GAO Pe r sonne l  A c t  o f  1980 re- 
q u i r e s  t h a t  GAO e s t a b l i s h  a sys t em f o r  
a p p r a i s i n g  t h e  performance of a l l  pe r son-  
n e l .  Th i s  h a s  been i n t e r p r e t e d  t o  i n c l u d e  
not  o n l y  t h e  development of  s t a n d a r d s ,  
forms,  and a d m i n i s t r a t i v e  p r o c e d u r e s ,  b u t  
a l s o  t o  i n c l u d e  a system t o  e n s u r e  prompt 
and e f f e c t i v e  f eedback  t o  s t a f f  members 
on t h e i r  performance and career p r o s p e c t s .  
To accompl i sh  t h i s ,  managers and s u p e r v i -  
s o r s  need t h r e e  t h i n g s :  appraisal  t o o l s ,  
m o t i v a t i o n ,  and a b i l i t y .  The O f f i c e  of 
O r g a n i z a t i o n  and Human Development h a s  
e s t a b l i s h e d  a Performance A p p r a i s a l  Task 
Force whose m i s s i o n  i s  t o  p r o v i d e  f o r  
t h o s e  t h r e e  key i n g r e d i e n t s .  

One key t a s k  i s  t o  d e v e l o p  t h e  appro-  
p r i a t e  a p p r a i s a l  t o o l s .  The Task Force  
h a s  o r g a n i z e d  s e v e r a l  subgroups  t o  d e v e l o p  
s t a n d a r d s ,  forms,  and p r o c e d u r e s  f o r  major 
o c c u p a t i o n a l  g r o u p i n g s  and o r g a n i z a t i o n a l  
u n i t s .  They w i l l  a l s o  b e  p r o v i d i n g  a d v i c e  
and a s s i s t a n c e  t o  management t o  d e v e l o p  
sys t ems  f o r  smaller o c c u p a t i o n s  p l a n n i n g  
s e r v i c e s  t o  the GAO work f o r c e  of  5,300 
men and women and u n i t s .  

In  a d d i t i o n  t o  a p p r a i s a l  t o o l s ,  man- 
26 a g e r s  and s u p e r v i s o r s  a l s o  need t o  be 

mot iva t ed  t o  do a n - e f f e c t i v e  j o b  of  a p -  
p r a i s a l  s i n c e  a p p r a i s i n g  and c o u n s e l i n g  
s t a f f  i s  o f t e n  a s t r e s s - p r o d u c i n g  a c t i v i t y .  
Support  of performance appraisal  and im- 
p l e m e n t a t i o n  of I n d i v i d u a l  Development 
P l a n s  (IDPs) have been made mandatory 
e l e m e n t s  of  SES performance agreements .  
I n  a d d i t i o n ,  t h e  g u i d a n c e  on t h e  Behavior- 
a l l y  Anchored Ra t ing  System (BARS) and 
t h e  p o l i c i e s  on t h o s e  systems y e t  t o  be 
developed w i l l  r e q u i r e  t h a t  s u p e r v i s o r s  
be r a t e d  on how wel l  t h e y  perform t h e i r  
d u t i e s  in t h e  a p p r a i s a l  a r e a .  Our u l t i -  
mate a i m ,  i n  t h i s  r e g a r d ,  i s  t o  deve lop  
top-down commitment t o  t h e  impor t ance  of 
performance a p p r a i s a l  and d e v e l o p  a 
meaningful  a c c o u n t a b i l i t y  mechanism i n  
o r d e r  t o  f o s t e r  m o t i v a t i o n  t o  p r o v i d e  
e f f e c t i v e  feedback.  

The t h i r d  e s s e n t i a l  i n g r e d i e n t  i s  
" a b i l i t y "  t o  do e f f e c t i v e  a p p r a i s a l s  and 
c o u n s e l i n g .  S u b s t a n t i a l  a c t i v i t y  i n  t h i s  
area h a s  a l r e a d y  t a k e n  p l a c e .  Xost u n i t s  
have completed t r a i n i n g  t h e i r  a u d i t  s t a f f  
i n  " S k i l l s  f o r  Performance and Caree r  De- 
velopment" (SPCD). T h i s  c o u r s e  h a s  a l s o  
been a d a p t e d  t o  o t h e r  employee g roups  
and t h e  SPCD f o r  n o n a u d i t o r s  i s  a lmos t  
r eady  f o r  w ide - sca l e  p r e s e n t a t i o n .  I n  
a d d i t i o n ,  t h e r e  w i l l  a l s o  be  a t r a i n i n g  o r  
o r i e n t a t i o n  component accompanying e a c h  
performance a p p r a i s a l  s y s t e m  which i s  p u t  
i n t o  e f f e c t  i n  GAO. 

ADVISORY COUNCIL'S CONCLUSION 

For t h e  p a s t  2 y e a r s  t h e  Counci l  h a s  
recommended t h a t  t h e  O f f i c e  d e v e l o p  ex- 
p l i c i t  g u i d e l i n e s  on s t a f f  r a n k i n g  so t h a t  
employees can  f i n d  o u t  what t hey  have t o  
do t o  improve t h e i r  r a n k i n g s  and chances 
f o r  promotion. 
t a k e n  an impor t an t  s t e p  i n  t h e  r i g h t  d i -  
r e c t i o n .  Although t h i s  s t e p  was n o t  
mentioned i n  t h e  Compt ro l l e r  G e n e r a l ' s  
r e s p o n s e ,  Compe t i t i ve  S e l e c t i o n  Form 
503s have been amended t o  document coun- 
s e l i n g  of  t h e  a p p l i c a n t s .  Now what i s  
needed i s  e x p l i c i t ,  w r i t t e n  c r i t e r i a  f o r  
pe r fo rming  t h i s  c o u n s e l i n g .  Without such 
c r i t e r i a ,  d i s c r i m i n a t o r y  pract ices  a r e  
much more l i k e l y  t o  occur .  

The O f f i c e  h a s  r e c e n t l y  



GAO Should Continue The Practice Of Inviting 
Minorities And Women T o  Serve As Comptroller 
General Luncheon Speakers And Expert Panelists 

Adviso ry  C o u n c i l ' s  S t a t e m e n t  

The C o u n c i l  b e l i e v e s  t h e  C o m p t r o l l e r  
G e n e r a l ' s  l u n c h e o n s  and  expe r t  p a n e l s  
o f f e r  an e x c e l l e n t  o p p o r t u n i t y  f o r  demon- 
s t r a t i n g  G A O ' s  s u p p o r t  f o r  EEO. By i n v i t -  
i n g  i n v i t i n g  women and  m i n o r i t i e s  t o  s e r v e  
as s p e a k e r s  and p a n e l i s t s ,  t h e  O f f i c e  d o e s  
two t h i n g s .  F i r s t ,  i t  r e i n f o r c e s  f o r  
s e n i o r  managers  a p o s i t i v e  image o f  women 
and  m i n o r i t i e s .  Second,  i t  shows o u t s i d -  
ers  t h a t  GAO d o e s  n o t  i g n o r e  i m p o r t a n t  
c o n t r i b u t i o n s  b e i n g  made by women and  m i -  
n o r i t i e s .  

Reviewing t h e  l i s t s  o f  r e c e n t  l u n c h -  
e o n  s p e a k e r s  and e x p e r t  p a n e l i s t s ,  t h e  
C o u n c i l  found t h a t  t h e  O f f i c e  h a s  had 
good s u c c e s s  i n  o b t a i n i n g  woinen and n i n o r -  
i t i e s .  The C o u n c i l  s u g g e s t s  t h a t  t h e  
C o m p t r o l l e r  G e n e r a l  commend d i v i s i o n  d i -  
r e c t o r s  and  o t h e r  s e n i o r  managers  r e s p o n -  
s i b l e  f o r  o r g a n i z i n g  l u n c h e o n s  and p a n e l s  
f o r  i n v i t i n g  women and  m i n o r i t i e s  and  
e n c o u r a g e  them t o  c o n t i n u e  t h i s  p r a c t i c e .  

COMPTROLLER GENERAL'S REPLY 

E f f o r t s  are  made by t h e  d i v i s i o n  d i -  
r e c t o r s  who nomina te  l u n c h e o n  s p e a k e r s  
t o  p r e s e n t  b o t h  women and  m i n o r i t i e s  a t  
v a r i o u s  C o m p t r o l l e r  G e n e r a l  l u n c h e o n s .  
Sometimes women and  m i n o r i t y  s p e a k e r s  
are  s e c u r e d  p e r s o n a l l y  by t h e  C o m p t r o l l e r  
G e n e r a l .  Dur ing  t h e  month o f  December,  
D r .  P e r c y  P ie r re ,  A s s i s t a n t  S e c r e t a r y  
of t h e  Army f o r  Resea rch  and  Development ,  
a b l a c k  male, s e r v e d  as  a l u n c h e o n  speak-  
er .  P e r s o n s  r e s p o n s i b l e  f o r  nomina t ing  
s p e a k e r s  w i l l  be reminded t o  p r e s e n t  
m i n o r i t i e s  and  women whenever  t h e  o p p o r t u -  
n i t y  a r i ses .  
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